The present study examined the gender transition experiences of transgender employees while in the workplace. Participants were 139 transgender-identified individuals currently employed at the time of the study. Participants were asked to respond to open-ended questions related to their experiences transitioning at work and provide any advice they might share with other transgender individuals considering a gender transition while employed. Using a thematic content analysis informed by grounded theory (Glaser & Strauss, 1967) , participants' responses were coded into 4 main domains: (a) interpersonal issues, (b) intrapersonal factors, (c) systemic and organizational issues, and (d) logistics and planning. Each of these domains was comprised of thematic categories and subcategories that further elucidated participants' experiences related to these domains. Findings highlighted key areas of stress (e.g., hostile coworkers, gendered spaces, no employee protection policies) and strategies for preparing to transition genders at work (e.g., informing human resources, identifying allies). Implications of these results for practitioners, employers, and activists are discussed.
A growing body of research attends to the workplace experiences of lesbian, gay, bisexual, and queer (LGBQ) employees. Researchers have explored the links of factors such as workplace climate, experiences of discrimination, and identity management with health and vocational outcomes among samples of LGBQ employees (e.g., Chrobot-Mason, Button, & DiClementi, 2001; Huffmann, Watrous-Rodriguez, & King, 2008; Lyons, Brenner, & Fassinger, 2005; Smith & Ingram, 2004; Velez, Moradi, & Brewster, 2013; Waldo, 1999) . It is important that recent reviews of the extant workplace discrimination in the industrial-organizational and social psychology literature recommend greater attention to the potentially distinct experiences of the subpopulations that compose the greater LGBQ and transgender community (Ruggs et al., 2013) . Indeed, despite calls for greater focus on the specific career-related needs of transgender individuals (e.g., Pepper & Lorah, 2008) , only a few studies have focused specifically on transgender employees (e.g., Brewster, Velez, DeBlaere, & Moradi, 2012; Budge, Tebbe, & Howard, 2010; Schilt, 2006; Schilt & Connell, 2007) .
Although this area of inquiry is relatively new and growing, available research has highlighted the challenges facing transgender individuals, such as the high prevalence of prejudice, discrimination, and harassment (Clements-Nolle, Marx, & Katz, 2006) . With regard to workplace experiences specifically, 90% of transgender and gender nonconforming respondents in a large national sample (N ϭ 6,450) reported experiencing harassment or mistreatment on the job or took action to avoid it (Grant et al., 2011) . Moreover, 47% of these respondents indicated that, because of their transgender or gender nonconforming identities, they had experienced a negative job outcome, including being fired, not hired, or denied a promotion (Grant et al., 2011) . Similarly, a review of six other studies suggested that 15% to 57% of transgender individuals experience some form of workplace discrimination during their lifetime (Badgett, Lau, Sears, & Ho, 2007) . This high prevalence of employment discrimination is particularly troubling in light of research that indicates that transgender individuals who experience any form of employment discrimination were almost five times as likely to experience physical violence because of their transgender status (Lombardi, Wilchins, Priesing, & Malouf, 2001) . Such negative outcomes must be considered in the legal climate of the United States, where there is no federal law prohibiting employment discrimination based on gender identity, and only 17 of the 50 states and the District of Columbia provide legal protections at the state level (National Gay & Lesbian Task Force, 2013) .
Even fewer studies have examined the key contextual factor that often distinguishes transgender employees from their nontransgender LGBQ coworkers, namely, gender transitions while on the job (Grant et al., 2011) . In contrast to nontransgender LGBQ employees, who may choose to disclose or conceal their sexual minority identities at work, undergoing a gender transition essentially discloses individuals' transgender identity and therefore may make them more susceptible to workplace discrimination. Indeed, 71% of transgender employees attempted to hide their gender transitions and 57% delayed their transitions to avoid workplace discrimination (Grant et al., 2011) . Given the apparent ubiquity of negative job experiences among transgender employees, it is perhaps understandable that many studies of workplace gender transitions have focused on discrimination, lack of support, or restrictive social norms (e.g., Dispenza, Watson, Chung, & Brack, 2012; Schilt, 2006; Schilt & Connell, 2007) . While documenting negative climates is undeniably important, an exclusive focus on negative climates and their sequelae limits understanding of the full spectrum of transgender individuals' workplace experiences.
Indeed, scholars in psychology broadly (e.g., Seligman & Csikszentmihalyi, 2000) and counseling psychology specifically (Lopez et al., 2006) have called for consideration of both positive and negative factors influencing human functioning. Although some prior research with transgender individuals has taken a positive psychological framework (e.g., Riggle, Rostosky, McCants, & Pascal-Hague, 2011; Singh, Hays, & Watson, 2011) , we are unaware of other studies that explicitly explore transgender employees' positive and negative experiences of workplace gender transitions. In addition, most prior research with transgender employees has been qualitative in nature and has tended to use relatively small sample sizes (e.g., Brown et al., 2012; Budge et al., 2010; Dispenza et al., 2012; Schilt, 2006; Schilt & Connor, 2007) . Although these studies have contributed to the growing literature on the gender transitions of transgender employees, such small sample sizes may limit the generalizability of the findings. Therefore, the purpose of the present study is to explore the complexities of on-the-job gender transitions-including both positive and negative experiences-using a large, geographically diverse sample of transgender employees.
Relevant Terminology
Within psychological literature, transgender has been used as an umbrella term to capture a range of gender identities, such as transsexual, male-to-female (MTF), female-to-male (FTM) gender-variant, cross-dresser, genderqueer, or individuals who are disinterested in passing (Carroll, Gilroy, & Ryan, 2002; Fassinger & Arseneau, 2007) . Transsexual, MTF, and FTM are all identities that suggest some form of transition (e.g., surgical, hormones) from one gender to another. In contrast, individuals whose assigned birth sex matches with their gender identity are described as cisgender. Cisgender is currently preferred to other terms used to describe individuals who are not transgender (i.e., "gendernormative" or "gender-typical").
Many transgender individuals undergo some form of gender transition to more accurately live their identity or express their experience of gender. Often, transition is used to refer specifically to medical and physical transformations, such as sex hormone treatments, gender affirmation surgery, double mastectomy, and facial feminization/masculinization surgeries (e.g., Bolin, 1998; Devor, 2004) . However, gender transitions may encompass a larger variety of steps individuals take to express their gender identity (Budge et al., 2010) . This may include appearance-based changes (e.g., wearing different clothing, weight-training to build muscle), as well as social changes (e.g., changing one's legal documentation, adopting different gender pronouns to refer to oneself). Indeed, in one online sample of transgender individuals, many participants had not undergone or did not plan to undergo gender affirmation surgery or hormone therapy (Kuper, Nussbaum, & Mustanski, 2012) .
1 Therefore, to capture the diversity of transgender employees' transition experiences, throughout this article we conceptualize transition to refer to the wide range of behaviors a person may employ to more fully express and enact their gender identities.
Exploring the Range of Workplace Experiences Negative Workplace Experiences and Stressors
Negative workplace experiences are well documented in prior research. Transgender employees in one qualitative study reported being outed by others, being deliberately called a former name or gender pronoun, being fired or denied employment, being denied access to restrooms, and being physically threatened or emotionally abused (Budge et al., 2010) . Participants in another qualitative study reported challenges to the authenticity of their gender identity (Schilt & Connell, 2007) . For instance, one MTF transgender participant reported being told by a coworker that she did not behave "feminine enough" posttransition, thus suggesting that the participant was failing to properly enact her gender identity. The majority of the nine FTM transgender employees in another study reported experiencing microaggressions-that is, subtle, emotionally charged incidents of bias (Dispenza et al., 2012 ). An example of such a microaggression is being given suggestions on how to appropriately dress as one's chosen gender. Lack of support from friends, romantic partners, and family was another prominent form of discrimination cited in prior qualitative studies (Budge, KatzWise et al., 2013; Dispenza et al., 2012) . Structural forms of discrimination, such as the lack of federal, state, or organizational policies prohibiting discrimination or the absence of transgenderinclusive health care coverage have also been highlighted by participants (Dispenza et al., 2012) .
Both qualitative and quantitative studies document negative outcomes associated with workplace discrimination or workplace transitions. In qualitative research, negative outcomes of workplace discrimination include stress, anxiety, apprehension, depression, and limited occupational prospects (e.g., Brown et al., 2012; Budge et al., 2010; Dispenza et al., 2012) . Similarly, a quantitative investigation found that experiences of workplace discrimination were negatively related to job satisfaction (Brewster et al., 2012) . Qualitative findings suggest that negative workplace gender transition experiences may lead to lower sense of control and greater hopelessness regarding others' reactions to their gender transitions, as well as maladaptive coping strategies such as substance use and suicide attempts (Budge, Katz-Wise et al., 2013) .
1 Gender affirmation surgery is now a preferred term over the historically utilized sexual reassignment surgery, as it is less focused on biological sex and medicine and more descriptive of a procedure that positively aligns one's gender presentation to his or her identity. This document is copyrighted by the American Psychological Association or one of its allied publishers.
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In sum, transgender participants in prior research reported experiencing various forms of discrimination, including subtle microaggressions (e.g., being told how to dress "correctly"), lack of social support, blatant harassment or rejection (e.g., threats, termination), and structural inequalities (e.g., lack of access to restrooms). Moreover, these experiences were associated with poor vocational functioning, psychological distress, and use of maladaptive coping strategies.
Positive and Affirming Workplace Experiences
Although not necessarily the goal of prior research, several studies also documented the positive workplace experiences or aspects of gender transitions. Transgender participants in several qualitative studies (Budge, Katz-Wise et al., 2013; Dispenza et al., 2012; Singh & McKleroy, 2011 ) utilized a variety of coping strategies that facilitated transitions or buffered the effects of discrimination. These coping methods included identity-based strategies (e.g., developing a language to describe their own gender identities, embracing their own inherent selfworth, focusing on self-efficacy to complete transitions), cognitive strategies (e.g., using metaphors to reframe their experiences in a positive light, reframing the transition as a process of spiritual development, cultivating hope for the future), interpersonal strategies (e.g., seeking support from helping professionals, communities, and families of origin), and advocacy-related strategies (e.g., identifying and challenging oppression, engaging in social justice activism, becoming a role model for others).
Notably, many of the positive aspects of transitioning seem to intersect with the more general topic of positive aspects of identifying as transgender (Riggle et al., 2011) . Riggle and colleagues asked 61 transgender individuals to list all of the benefits they associated with being transgender. Analyses of the qualitative data yielded eight themes: congruency between their inner feelings and outward appearance, personal growth and resiliency, empathy to the feelings and injustices experienced by others, improvements to the their relationships with others after disclosure of their transgender identities, developing unique insights into the lived experiences of both women and men, freedom to live beyond the restrictions of the traditional sex/gender dichotomy, being inspired to engage in social justice activism, and establishing ties to the transgender or lesbian, gay, bisexual, transgender, and queer (LGBTQ) communities.
Several of the ameliorative factors identified in qualitative research have also found support in quantitative research. For example, among transgender employees, transgender-supportive workplace climates is related to greater disclosure of transgender identity in the workplace, job satisfaction, and affective commitment and lower job anxiety (Brewster et al., 2012; Law, Martinez, Ruggs, Hebl, & Akers, 2011) . Beyond transgender-specific support, general social support was indirectly related to lower depressive and anxiety symptomatology via the mediating role of avoidant coping (Budge, Adelson, & Howard, 2013) . Positive collective identity attitudes and positive appraisals of the transition process also garnered support in prior quantitative research. Specifically, belief that one is a worthy member of the transgender community, identification with one's transgender identity, positive feelings toward one's transgender identity, and the belief that others feel positively about transgender people were each correlated negatively with psychological distress in a sample of MTF transsexual women (Sánchez & Vilain, 2009) . Greater progress in the gender transition process was indirectly related to lower depressive and anxiety symptomatology through the mediating role of avoidant coping (Budge, Adelson et al., 2013) . Similarly, acceptance of one's transgender identity and congruence between one's gender identity and outward appearance were associated with greater life meaning and life satisfaction and lower depressive and anxiety symptomatology-even after controlling for social desirability and number of steps taken in the transition process (Kozee, Tylka, & Baurband, 2012) . Thus, more supportive workplace climates, general social support, positive transgender collective identity, identity congruence, and progress in the transitioning process were associated with better job and mental health outcomes among transgender individuals.
Study Rationale
The present study advances vocational research related to transgender populations by specifically examining transgender employees' positive and negative experiences of gender transitions in the workplace. Specifically, we wanted to explore the nature of participants' positive and negative gender transition experiences. As documented in prior research, negative experiences included various forms of discrimination (Budge, Katz-Wise, et al., 2013; Budge et al., 2010; Dispenza et al., 2012) . In contrast, transgendersupportive climates, social support, positive transgender collective identity and identity congruence appeared to be positive predictors or consequences of transitioning (e.g., Budge, Adelson et al., 2013; Kozee et al., 2012; Law et al., 2011) . Thus, we anticipate that these factors may emerge in some form in our qualitative data. To date, the majority of the qualitative psychological literature on the workplace experiences of transgender employees has employed small sample sizes, limiting its generalizability to transgender populations more broadly. To our knowledge, this study is the first to analyze qualitative data gathered from a relatively large sample. Qualitative thematic content analysis from a Grounded Theory and Phenomenological lens (Giorgi, 1985; Glaser & Strauss, 1967) was used to analyze responses to several open-ended questions focusing on the challenges and rewards associated with on-the-job gender transitions. As utilized by Riggle and colleagues (2011) in a prior study with transgender participants, this exploratory inductive approach allows the lived experiences of respondents to be analyzed for recurring themes. In addition, because prior research suggests that transgender individuals view activism as a beneficial aspect of their transgender identities and gender transitions (Budge et al., 2010; Riggle et al., 2011; , we sought to capture this dimension by asking participants to provide advice to someone planning to undergo a gender transition in the workplace. Keeping consistent with the "bottom up" theoretical underpinnings of qualitative thematic content analysis, no formal hypotheses or research questions were made a priori.
Method Procedure
The present sample was drawn from a larger quantitative study of transgender employees' well-being. Another study utilizing This document is copyrighted by the American Psychological Association or one of its allied publishers.
these data but focused on different research questions has been published (Brewster et al., 2012) . In this larger study, data from over 250 transgender individuals was used to test and develop measures of workplace discrimination. At the end of the survey, participants were given the option to respond to open-ended questions posed by the present study (outlined at the end of this section). Participants were recruited via online resources such as electronic mailing lists, discussion boards, and virtual communities for transgender individuals. The study was advertised as an examination of the workplace experiences of transgender individuals. To participate in the study, respondents had to first affirm that they (a) self-identified as "somewhere on the transgender spectrum" (e.g., genderqueer, male-to-female, androgynous), (b) were 18 years of age or older, (c) were employed at the time of the survey, and (d) resided in the United States. Because the goal of the study was to learn about workplace experiences while transgender or transitioning, this study limited the sample to currently employed individuals. In addition, given potential cultural variability in conceptualizations and experiences of transgender individuals beyond the United States, the sample was limited to this country. If respondents affirmed that they met the aforementioned inclusion criteria and agreed to participate after reading the informed consent, they were prompted to complete the survey. The Internet has been a useful tool for collecting data from sexual minority samples (Moradi, Mohr, Worthington, & Fassinger, 2009) . Even if such persons are not "out" broadly, they may feel comfortable being "out" online because the Internet provides a shield of anonymity; thus, the Internet is a viable resource for recruiting these underrepresented individuals (Mustanski, 2001 ). In recent years, qualitative studies have utilized online methodology as their primary means to recruit and assess the experiences of minority participants (e.g., Riggle et al., 2011) .
The described procedures resulted in qualitative responses from 139 participants who self-identified as transgender. This qualitative data was gathered through four brief and open-ended questions beginning with the stem "if you have gone through a gender transition while being employed (in your current or past job) please list up to five . . ."
(1) Phrases that best describe your experience transitioning in the workplace.
(2) Issues that were difficult or challenging in your workplace transition.
(3) Factors that were helpful to you in your workplace transition.
(4) Pieces of advice to share with other trans people who may be considering transitioning while employed.
For each of the four questions, respondents were able to write as much or as little as they desired.
Participants
Data from 139 transgender employees were analyzed in this study. Table 1 presents the demographic information of the sample. The majority of the sample identified their gender as woman (43%), man (27%), another self-described gender category (27%), or androgynous (3%). Participants ranged in age from 19 to 64 years old, with an average age of 38.5 (SD ϭ 13.2, Mdn ϭ 35.5). The majority of the participants were transitioning presently (83%), and the most common transitioning behaviors included taking hormones, changing style of dress, and undergoing gender This article is intended solely for the personal use of the individual user and is not to be disseminated broadly.
affirmation surgery. An overwhelming proportion of the sample (92%) had transitioned while employed, and 58% of the sample had transitioned at their current place of employment. Most participants identified as White/Caucasian (86%). The sample self-reported a range of sexual orientations, with many people opting to self-specify their sexual orientation as queer, pansexual, fluid, or another identity (28%) rather than classifying themselves as lesbian, gay, or bisexual. The majority of the sample identified as working class (46%) and middle class (34%), and most reported being employed full-time (69%). Participants reported residing in 29 of the 50 United States.
Data Analysis
Research team. The first author is an assistant professor in an American Psychological Association (APA)-accredited counseling psychology program with over 10 years of experience in LGBTQ activism and identifies as a cisgender woman, White, and queer. The first author's research specializes in minority stress, identity intersectionality, religiosity, and career theories. The second author is a counseling psychology doctoral candidate and identifies as a cisgender Latino gay man. The third author is a doctoral candidate in social work and identifies as a mostly heterosexual, White, cisgender woman. The fourth author is a doctoral candidate in a counseling psychology program and identifies as a queer and White transgender man. The third author was not involved in data analysis or coding and joined the project later. The first author is a professor at a different institution than the three coauthors and had no evaluative power over any of them. Before the start of the project, four additional experts in the fields of vocational psychology, LGBTQ issues, and qualitative research from universities across the country were consulted regarding sampling, analyses, and research with transgender populations.
At the outset of the research project, the first two authors and the fourth author each discussed their biases and concerns about the project. When the third author later joined the project, she was engaged in similar discussions. Specifically, as individuals who all identify as sexual minorities, the researchers wondered whether their own experiences with marginalization would affect their view of the data gathered. Specifically, the researchers noted that they almost "expected" to find high levels of discrimination among their participants and fewer reports of positive outcomes from workplace transitions. Reflective of these biases, when analyzing the data, the researchers were careful to check in with each other to avoid reading negative undertones into the data.
Qualitative thematic content analysis. Data were examined and interpreted using a qualitative thematic content analysis, which is loosely informed by elements of both Grounded Theory (Glaser & Strauss, 1967; Strauss & Corbin, 1998) and Phenomenological Analysis (Giorgi, 1985) to examine how individuals construct their realities through words. As in Grounded Theory, we collected data prior to forming concrete hypotheses, with the main goal of answering broad questions about transgender individuals' lived experiences at work. Similarly, the "bottom up" approach of Phenomenological Analysis assisted with our hermeneutic stance of inquiry (e.g., examining how participants construct events and meaning without a strong interpretation from researchers). In the end, qualitative thematic content analysis was used as our primary analytic technique as it enables researchers to explore findings from large samples and break information into manageable parts with numeric data. As mentioned previously, this approach has been utilized in other large-scale qualitative studies with transgender participants (Riggle et al., 2011) . The primary components of our analyses were (a) open-ended questions used in a semistructured data collection, (b) several judges throughout the data analysis process and consensus to arrive at the meaning of the data, (c) an external auditor to check the work of the judges, and finally, (d) presentation of domains, core ideas, and cross analyses within the data.
As such, in the present study, coding of the data involved three primary steps: identifying broad topic areas or domains, summarizing participants' statements into core ideas that captured the main points in each domain, and assessing the consistency of each of the themes across individual cases. Three of the four authors independently decided on overarching content domains, then met to discuss similarities and discrepancies among these domains until consensus was reached. Similarly, for participant responses, two of the four authors separately determined a theme (and if relevant, a subtheme), and then discussed these codings until consensus was reached. SPSS Version 20 was used to quantify the frequencies of categories and subcategories for each question. Finally, an external auditor who is a heterosexual, cisgender woman and a licensed counseling psychologist with a specialty in clinical work with LGBTQ populations reviewed our themes and subthemes with the original data for reliability.
Results
Four overarching content domains were found to emerge across the four open-ended questions asked of participants: interpersonal issues, intrapersonal factors, systemic and organizational issues, and logistics and planning. A fifth domain, "ambiguous responses," was also noted to occur with the smallest frequency (less than 5% of all responses), and responses in this category were not analyzed further because of the inherent difficulties in interpretability. In general, participant responses to each of the open-ended questions were brief (between a few words to couple of sentences). In terms of case representation, General refers to almost all participants discussing that category or subcategory (80%-100%), Typical refers to most (50%-79%) participants, and Occasional refers to some participants This document is copyrighted by the American Psychological Association or one of its allied publishers. This article is intended solely for the personal use of the individual user and is not to be disseminated broadly.
(20%-49%). 2 Responses that occurred for 19% or fewer of the participants were considered Rare in this sample and not analyzed further. Representation of participant cases across each category and subcategory is presented in Table 2 .
Interpersonal Factors
Participant responses were most commonly classified under the domain of interpersonal conditions. Within this domain, several thematic categories and subcategories of interpersonal interactions were described. Specifically, supportive coworker interactions, creating support networks outside of the workplace, educational work by participants, confusion and awkward interactions, and hostile situations were each themes that were frequently discussed.
Supportive colleagues. In general, some participants (20%-49% of cases) reflected feeling as though their workplace gender transitions were easier than they previously envisioned or anticipated. Specifically, participants used phrases such as "a nonissue," "effortless," and "business as usual" to capture the process of transitioning on the job. Some participants even went as far as to lament the decisions to delay transitioning; one participant wrote "why didn't I do this sooner."
For almost all participants (80%-100%), at the heart of these "easier than anticipated" reactions was the realization that their work environments were much more supportive than they anticipated previously. Specifically, participants commonly indicated surprise and relief that their coworkers and supervisors were supportive and accepting of their decisions to undergo gender transitions while working. Terms such as "accommodating," "understanding," "helpful," "welcoming," and "respectful" were frequently used to describe managers, colleagues, and support staff. Still, some participants presented caveats to their portraits of workplace support-for example "[the] owner of the business was rude about it, but everyone else was supportive."
In some cases (20%-49%), participants reported that they felt lucky to work in organizations with people from other marginalized groups who could relate on some level with their struggles at work. For example, one respondent noted that working with other gender/sexual minorities created group safety-specifically, "The few fellow LGBTQQI [lesbian, gay, bisexual, queer, questioning, and intersex] folks always stick up for me."
External support systems. In addition to strengthening relationships with coworkers, some participants (20%-49% of cases) emphasized the need to create, maintain, and draw on resources outside of work for support. Specifically, participants used Internet mailing lists and resources, phone hotlines, close friends, partners and spouses, transgender support groups, religious services, and therapists as external supports during their workplace transitions.
Education and preparation. To smooth interactions with coworkers, some participants (20%-49% of cases) discussed the need for informal (and sometimes formal) psychoeducation on transgender issues. Responses such as "helping others get used to the idea" and "trying to educate people and having them hear me" indicated that transgender employees sometimes need to do a significant amount of legwork to facilitate the understanding of their colleagues. Occasionally, respondents reported that their places of employment sponsored representatives from an LGBTQ affirming group to come in and train coworkers about gender identity issues, and one genderqueer participant's therapist conducted an in-service training at the job. Overwhelmingly, participants suggested that sitting down with their supervisors or human resource staff prior to transitioning to discuss the ramifications of their decisions was crucial to their successes. Moreover, some respondents stated that building relationships with coworkers prior to coming out acclimated people to the idea of their transitions. In contrast to logistics and planning (a theme discussed later), responses in this category were more about connection and social interactions with colleagues than technical details (e.g., changing e-mail addresses).
Confused and awkward coworkers. Most participants (50%-79% of cases) described their transition process as awkward and uncomfortable for all parties involved while coworkers adjusted to the change. Indeed, one participant pointedly stated that they were "asked very unusual questions by several coworkers," and some others described feeling as though their colleagues did not fully understand what was happening. A few participants noted that colleagues struggled with interpreting their romantic relation- Note. N ϭ 139. General refers to almost all participants discussing that category or subcategory (80%-100%), Typical refers to most (50%-79%) participants, and Occasional refers to some participants (20%-49%). Responses that occurred for 19% or fewer of the participants were considered Rare and not analyzed further. This document is copyrighted by the American Psychological Association or one of its allied publishers.
ships in light of their gender transitions (e.g., "Didn't understand why my marriage was gay if I was with a man") and tended to conflate gender identity and sexual orientation. Another source of interpersonal difficulty cited by some participants (20%-49% of cases) was issues with proper pronoun usage by coworkers. Specifically, coworkers struggled with being consistent with their use of pronouns-not necessarily out of malice, but out of habit. As a result, several participants expressed frustration (e.g., "why do I have to explain this again?") toward their "clueless" coworkers. One participant noted, "while transitioning I have had to put up with female pronouns, even though I prefer gender neutral [pronouns] ," which reflects this strain.
Hostilities. In addition, when describing their experiences transitioning at work, almost all participants (80%-100% of cases) described much bleaker outcomes. Specifically, some participants described themes of nonacceptance and hostility within their workplace. Consequences ranged from facing severe workplace discrimination (e.g., "immediate termination," "destructive to career," "sabotaged by management"), to overt conflict (e.g., "openly ridiculed by coworkers," "being preached at by one of my supervisors," "harassment and threats of violence," or "was called a 'piece of shit'"), to more subtle interpersonal stigmatization (e.g., "was left out of social events with coworkers," "alienated," or "wasn't taken seriously"). Some participants noted the painful experience of colleagues and supervisors refusing to acknowledge or accept their gender presentations; for example, one participant stated "having to take off my makeup and put on men's clothes for work was humiliating."
Intrapersonal Factors
Intrapersonal factors were conceptualized as emotions, internal states, or individual responses to workplace gender transitions.
Beneficial. When asked to generally describe their workplace gender transition, many participants discussed their internal states, thoughts, and reactions to the situation. More specifically, believing that the transition was beneficial and feelings of happiness and relief after transitioning were cited by some participants (20%-49% of cases), with many using words such as "fulfilling," "gratifying," "free," "empowering," and "liberating" to describe their posttransition emotions. One participant noted that she was the "happiest girl in the world" because she chose to make the transition at work.
Distress. Almost all participants (80%-100% of cases) described feeling distress because of their transition (e.g., "overwrought," "heartbreaking," "overwhelming," or "frustrating"). Some of the nervousness experienced by participants was linked to fears of job loss or stigmatization by coworkers-each of which are concerns that may be mediated by the systemic and organizational climates of participants' workplaces. Other stressors stemmed from participants feeling as though they were not passing or presenting as their new gender convincingly enough. More specifically, a very common response (50%-79% of cases) was to specifically mention anxiety or depression stemming from the workplace transition.
Accommodating and flexible. When respondents reflected on factors that had contributed to the success of their gender transitions at work and provided suggestions to ease the transitions of other people who might be transitioning while working, several common intrapersonal themes related to being "laid back" emerged for some participants (20%-49% of cases), First, participants noted the need to "be flexible," "give others time to adjust and think," and to express a "tolerance and understanding for questions." Similarly, participants noted that being open, honest, and showing integrity was critical. However, perhaps the most commonly expressed piece of advice was to "be resilient" and "to not think about it too much and let things slide off your back." Indeed, some people suggested that smiling and "maintaining a sense of humor about the transition" was helpful.
Systemic and Organizational Issues
Just as many participants reported feeling supported or harmed by interpersonal interactions with coworkers and supervisors, participants also discussed the roles of policies and institutional cultures in their workplace transitions.
Benefits and protections. Legal, medical, and other institutionalized policies related to support for gender transitions were highlighted as central to their experience by some by participants (20%-49% of cases). In terms of support, a few participants noted that their transitions were made smoother by having excellent medical and mental health benefits, state or city nondiscrimination legislation, union support, and paid leave time for recovery from surgery. As one participant explained, "I applied for short-term disability payments for surgery recovery because my supervisor encouraged me to look into that option." In a few cases participants employed by colleges noted that they were protected by university regulations and policies and felt comfortable on campus because of affirming climates.
In contrast, several participants discussed the process of negotiating terms and benefits of their transition when established policies dictating this process were not already in place at their jobs. For example, one participant stated that her company handled the transition "by making rules on the fly" and another noted that "my health benefits did not cover chest reconstruction surgery, but I was able to get one month of paid leave time to have the surgery under our long-term disability policy." As such, responses highlighted that without established legal protection or medical coverage, policies and benefits were applied haphazardly. Some participants (20%-49%) stated that, because of a lack of legal protections, they suffered from career crises (e.g., were immediately terminated, denied promotions, or felt as they were unable to advance further) when management learned of their intentions to transition genders at work.
Gendered environments. Working in environments that required specific gender presentations (e.g., uniforms), or contained spaces that were divided into gender binaries (e.g., bathrooms or locker rooms) were reported as problematic for some of the participants (20%-49% of cases). In a few cases, participants noted that working in environments that required genderless uniforms was extremely helpful for their transition, whereas for participants who were required to dress in gender stereotypic uniforms, attire became a barrier to their desired gender presentation. One participant reported that as soon as she began to transition from maleto-female, her workplace implemented "sudden new rules against miniskirts," and other participants noted similar concerns that they would unintentionally break a dress code that was ever-changing. This document is copyrighted by the American Psychological Association or one of its allied publishers.
In addition, the physical layout of the workplace presented problems for some participants. Particularly, buildings without single-stall restrooms were commonly cited as points of conflict for employees who were transitioning (e.g., "Locker room and washroom issues were not handled well at first" and "Ridiculous fuss about restroom usage"). Women coworkers were sometimes described as being uncomfortable with MTF participants using the women's bathroom. Notably, one MTF participant stated that "using the men's restroom [was difficult to bear]. Management put a lock on the [women's restroom] door and required me to use [the men's room]."
Logistics and Planning
As a result of potential organizational discrimination, participants grappled with uncertainties surrounding potential career crises that triggered extensive preparation and forethought prior to "coming out" and initiating their transition. From ensuring that they could "pass" physically, to selecting a new e-mail address, to researching legal protections in home counties, cities, and/or states-participants engaged in a number of logistical tasks (elucidated below) to make sure that their transitions went as smoothly as possible.
Preparation. A majority of participants (50%-79%) cited the need to prepare well in advance for their transitions. Examples included "be prepared to get a new job"; "have a plan B"; "be financially ready to weather any outcome"; and "research other fields you may be interested in"). Logistical details such as "getting my name change propagated throughout the various IT systems" were cited commonly. Changing names on all documentation was also a challenge for some employees (20%-49% of cases); one participant explained that a supervisor would not support a name change until it was done legally.
Knowing rights. In addition, a subcategory (discussed by 20%-49% of cases) within planning was knowing and understanding one's rights in order to facilitate self-protection. This meant carefully researching state, city, and organizational nondiscrimination policies prior to coming out. In this way, participants worked to ensure that they could make decisions that were informed by any potential consequences. Moreover, participants recommended that individuals choosing to "come out" in workplaces with ambiguous antidiscrimination policies should first consult with Lambda Legal or another LGBTQ-friendly law firm before taking concrete action.
Disclosure. Some participants (20%-49% of cases) struggled with decisions around the process of coming out as transgender (e.g., "Who to tell first?" and "How to tell them?"), as well as revealing or hiding physical changes related to their transitions. In struggling with such decisions, some participants proposed that working closely with human resources or a direct supervisor prior to coming out or transitioning was most safe, whereas other participants opted to transition without requesting "consent" from their employers.
Physical changes. Lastly, some participants (20%-49%) noted that physical changes such as carefully removing facial hair, chest binding, finding the "right" undergarments, "remaining tucked," and moderating vocal tones all added additional stress to their workplace transition. Furthermore, some male-to-female participants expressed frustration that getting dressed for work as women required much more time than they were accustomed to when they presented as men.
Discussion
This study is the first to qualitatively examine the employment experiences of transgender persons on a large scale, drawing its sample from a broader quantitative study (Brewster et al., 2012) on workplace climate. Using open-ended responses collected online, 139 self-identified transgender employees provided information about their workplace experiences related to their gender transitions. Using thematic qualitative content analysis methods, four general themes emerged from the data: interpersonal issues, intrapersonal factors, systemic and organization issues, and logistics and planning. Within these four levels, three important themes emerged. First, findings from this study provide further support for the fact that transgender employees face harassment and discrimination within the workplace. Second, this research also revealed the unique finding that many transgender employees reported positive experiences both during their transition and as a result of transitioning. And last, this research furthers the claim that some transgender employees cope with this experience through education and activism.
The presence of negative workplace experiences because of gender transitioning has been documented in the literature (e.g., Brewster et al., 2012 , Budge et al., 2010 Dispenza et al., 2012; Schilt, 2006; Schilt & Connell, 2007) . The findings from this large-scale qualitative thematic content analysis provide further evidence of this. Participants noted instances of harassment and discrimination at all four levels (interpersonal, intrapersonal, systemic, and logistics and planning). For example, at the interpersonal level, the majority of respondents mentioned facing some form of hostility from workers, including nonacceptance, severe discrimination, conflict, and stigmatization. This echoes previous large-scale quantitative findings by Grant and colleagues (2011) , who found the majority of a large sample experienced direct mistreatment or harassment because of their gender identity. This finding is also in line with previous qualitative research, such as Budge and colleagues (2010) , who found many instances of harassment or discrimination, including name-calling, property destruction, or deliberate use of the wrong gender pronouns. At the intrapersonal factor level, many respondents described feelings of distress related to their decision to transition while employed. Some feared job loss or stigmatization, some were afraid they would not be able to pass, and many experienced anxiety or depression associated with the transition. This is similar to the findings of Dispenza and colleagues (2012) , whose qualitative investigation of FTM employees reported they had increased levels of anxiety, depression, apprehension, and interpersonal difficulties because of perceived gender identity-based discrimination.
While some of the negative experiences reported by transgender employees have been highlighted in the parent quantitative study from which this qualitative data was drawn (Brewster et al., 2012) and previous studies (e.g., Dispenza et al., 2012; Schilt, 2006; Schilt & Connell, 2007) , the current investigation yielded several novel findings. For example, at the systemic level, respondents reported negative experiences in dealing with legal, medical, or other institutionalized policies that made their transition more difficult. The gendered environments associated with institutions This document is copyrighted by the American Psychological Association or one of its allied publishers.
also presented problems for transgender employees, because they were forced to wear gender-specific uniforms and use genderspecific locker rooms and bathrooms. Finally, at the logistics and planning level, respondents had difficulties with the disclosure process, and sometimes felt as though they had to hide aspects of their transition. While this investigation confirmed previous suggestions that there are negative aspects of gender transitioning while employed, it was also the first to systematically examine potential positive aspects associated with transitioning. Across the four major themes, respondents reported positive aspects of their decision to transition. At the interpersonal level, many respondents reported feeling supported in their transition, most often by their coworkers. Many responded that the transition was easier than they expected, and some even wished they had transitioned earlier. Such findings highlight that assumptions that workplace gender transitions will be uniformly stressful or negative are unfounded and offer a monolithically bleak portrait that misses the nuanced experiences of many employees. Another positive interpersonal aspect of the transition was the use and support of systems outside of work. Thus, a successful transition experience relies on sustenance and encouragement from external social supports.
On the intrapersonal level, participants indicated that they believed transitioning was beneficial for their mental health, confidence, and productivity. In addition, participants felt that successful, positive transitions were attributable in part to being flexible, open, and resilient throughout the process. While most research has focused on reactions of colleagues and coworkers to "make or break" one's transition experience, findings from this study highlight the importance of internal factors (i.e., staying positive) and participant behaviors (i.e., being open and agreeable) in shaping the outcome of a gender transition at work. As such, some transgender employees likely navigate a careful balance of staying nondefensive in the face of great stress, and careful decisionmaking regarding when to speak out against discrimination and microaggressions or when to "grin and bear" such unfair treatment.
At the systems level, while some participants reported negative experiences based on a lack of legal, medical, or organizational support, some participants reported that having good coverage or policies in these areas made their transition easier. Participants reported researching their state, city, and organization policies before making decisions to come out, and also consulting LGBTQfriendly law firms prior to making the transition. Such trends largely suggest that transgender individuals-in addition to their regular job duties-often take it upon themselves to become experts in legal and organizational policy; this is an additional undue burden, but often necessary to protect oneself in unaffirming workplace climates.
Another finding that has been suggested in prior research but not examined systematically is transgender employees' engagement in activism and education. Budge and colleagues (2010) noted that many of their participants reported wanting to be involved in activism for the transgender community, both in their private lives and in their places of employment. The desire to participate in work-related activism was found in the current investigation at three of the four levels: interpersonal, systemic, and logistics and planning. At the interpersonal level, transgender employees reported having to engage in significant amounts of education of colleagues in order to help them understand their transitions. This included one-on-one education such as explaining proper pronoun use as well as coordination and facilitation of job training for coworkers on gender identity issues. On a systemic level, transgender employees reported they participated in activism by advocating for benefits or policies to improve their situation, position, and protections.
Implications
These findings, taken altogether, have practical implications for practitioners, employers, and policy activists. Practitioners should be aware of the negative experiences that have been documented throughout several investigations (e.g., Brewster et al., 2012; Budge et al., 2010; Dispenza et al., 2012; Schilt, 2006; Schilt & Connell, 2007) . These include interpersonal hostilities, conflict, and discrimination. These issues can lead to intrapersonal distress, which practitioners should be knowledgeable about when working with transgender employees. However, when working with transgender employees, practitioners should also be aware of the positive experiences that can come from transitioning in order to provide encouragement and support to clients. Finally, practitioners can work with clients to find forums for activism and education, which other transgender employees have found to facilitate gender transitions.
The present investigation also yielded findings with important implications for employers. Employers can engage in gendersensitive practices that will decrease the negativity associated with gender transitions. For example, eliminating gender specific work uniforms would eliminate the distress associated with having to choose which clothes to wear during their transition. In addition, the implementation of gender neutral, single-stall restrooms could prevent much of the discomfort that is associated with having to use group-style restrooms when in the midst of transitioning. Employers can also provide training related to gender transitions that will help increase sensitivity and understanding by coworkers.
This investigation also highlights fruitful areas of growth for transgender activism. Many respondents reported that legal, medical, or organizational policies hindered their functioning. Activists can fight for rights of transgender employees at many levels. They can petition specific workplace organizations to implement nondiscrimination and transgender-affirmative policies. Also, they may work with medical and health insurance companies to ensure that the health care needs of transgender individuals are being met. At the macro or structural level, activists may inform local, state, and federal legislators of the importance of legal protections for transgender employees. Many of the interpersonal and intrapersonal negativity experienced by transgender employees could be attenuated if legal protections were in place that prevented discrimination or harassment and allowed for legal recourse in the event that it does occur. Last, drawing directly from the words of many participants, transgender employees (to the best of their abilities) may benefit from remaining open, flexible, and nonjudgmental of cisgender colleagues as they learn about gender transitions. Relying on friends, family members, and resources outside of one's workplace for moral support and encouragement is often critical to maintaining mental health and well-being during this (often challenging and draining) process. This document is copyrighted by the American Psychological Association or one of its allied publishers.
Limitations
While this study adds important information to the knowledge base about transgender workplace issues, it is not without several limitations. The study used a convenience sample gathered via the Internet. This sampling method thus may have restricted participation to individuals with the financial resources required to gain access to a computer and the Internet. Moreover, the inclusion criteria of "being employed" may have also limited our sample to transgender individuals with greater passing privilege (as cisgender) or to those who work in more supportive jobs. Such inclusion criteria automatically selected out individuals who were between jobs or could not find employment. In addition, it is possible transgender people who are self-employed or in less traditional careers (e.g., freelance writers, artists, sex workers) may not have felt the study applied to their experiences and opted out of participation.
Notably, the sample was predominantly White/Caucasian (86%) and highly educated (over 50% of the sample had a college degree). Thus, although the present study used a much larger sample than most qualitative investigations of transgender employees, the generalizability of its findings to the general population of transgender employees in the United States is unclear. Specifically, because data on the demographic characteristics of transgender and lesbian, gay, and bisexual people are not gathered in population benchmarks such as the U.S. Census this makes it difficult-if not impossible-to determine the extent to which any sample of transgender individuals is representative of the population as a whole (Meyer & Wilson, 2009; Moradi et al., 2009) . Also, while the researchers attempted to reduce bias throughout the process (e.g., through self-reflection, discussions, working with an external reviewer), qualitative methods involve a degree of subjectivity that may affect the coding and interpretation of the study's results. Finally, the size of the qualitative sample limited the depth of thematic content analysis that could be have been conducted with a smaller sample.
Despite its limitations, the present investigation has added to the knowledge base about the negative workplace experiences of transgender employees. It also systematically examined the positive aspects of transitioning in the workplace, as well as transgender employees' involvement in activism and education during gender transitions. These findings enhance our understanding of contextual influences affecting the workplace functioning and well-being of this population. Practitioners, employers, and activists may use these findings to better support and ease the transition process for transgender employees, with implications for the workplace functioning and mental health of this population.
